The impact of job characteristics on organizational success and its members' work attitudes and behaviors is not new in the field of organizational behavior. However, the empirical work on gauging the influence of job features on affective states of employees and its subsequent impact on work outcomes is rather marginal. The study intends to validate the relationship amid job characteristics, employees' affective states and their attitudes and behaviors.
Introduction
Prior literature suggests that emotionally intelligent organizations are capable of leveraging the abilities of their human capital to confront the competition in knowledge based world economy more effectively (Jacobs, 2001) , legitimizing the innate role of emotions in organizational performance (Zebre, Hartel, & Ashkanasy, 2006) . Both psychological and organizational studies (LeDoux, 1998; Isen, 2000) support that affective dispositions and experiences explain distinction in work attitudes and behaviors (Judge & Kammeyer-Mueller, 2008) , thus, making it imperative in comprehending the workforce attitudes and behaviors (Ashforth & Humphrey, 1995) . However, despite the significant role of work features in organizational success and individual well-being (Jelstad, 2005) , its impact on the affective states and consequent behaviors of employees is still unexplored (Burke et al., 1989) .
In prior researches support the direct as well as indirect influence of job characteristics on personal and work outcomes (Renn & Vandenberg, 1995) . The researchers either tested its influence on employees affect (Saavedra & Kwun, 2000) or the impact of work characteristics on work-outcomes (Jelstad, 2005) but the empirical investigation to determine the holistic view of the impact of job characteristics on affective states and subsequent affective-driven attitudes and behaviors is still missing. Therefore, the present paper intends to examine the impact of job characteristics on employees' emotions, and the subsequently how these affective experiences influence on their work related attitudes and behaviors.
The study proposes that the characteristics of the assigned job have a significant influence on the affective states of employees which, in turn, shape their work related outcomes i.e. job satisfaction, commitment to organization, citizenship behavior and counterproductive work behavior.
Objectives and Contributions of the Study
First of all, the direct impact of job characteristics on the affective state of employees shall be investigated using Job Characteristics Model (JCM). Later, the study examines the subsequent influence of the employee's affective experiences on their work-related outcomes i.e. attitude and behaviors within the organization using Affective Events Theory (AET). The measures of job satisfaction and organizational commitment shall determine the employee's attitude, whereas the constructs of organizational citizenship behavior and counterproductive behavior will measure employees' behavior within the organization. Up to researcher's knowledge, the meta-analysis of the impact of job characteristics on workforce affective experiences, and its subsequent influence on their attitudes and behaviors is new in its kind in an Asian working environment, thus, adding novelty by fulfilling the existing gap in knowledge domain.
Literature Review
The job characteristics model by Hackman and Oldham (1975) is based on the perception that task itself plays a key role in regulating employees' motivation, as a monotonous job might reduce it but a challenging job might enhance it further. JCM determines five core job dimensions, i.e. skill variety, task identity, task significance, autonomy and feedback, which impact on the affective experiences of employees during work. Skill variety is 'a degree to which a job requires variety of skills and talents of the employee'; task identity refers to 'the job requiring completion of identifiable piece of work'; task significance indicates 'the impact of job on lives and work of other people'; autonomy is 'the freedom given to the worker in determining the way of task accomplishment'; feedback refers to 'the information given to worker pertaining to his performance as a result of carrying out his tasks'.
JCM is most widely recognized tool for identifying the work context (Garg & Rastogi, 2006) . Also it has been used by researchers to determine the influence of task perception on employee's work-related outcomes (Spector & Jex, 1991) . Thus, it has been selected for analyzing the impact of work characteristics on employees' emotions, informing their attitudes and behaviors within organizational settings in the current study.
Job Characteristics, Emotions and Employees Attitudes and Behaviors
The relationship of job characteristics with affective response have been well documented in several classical researches (Dunham, 1979; Cummings & Burger, 1976) . Jonge and his colleagues (2001) found an empirical support for the impact of job characteristics on psychological well-beings of the workers in their two-wave panel study of health care professionals. Job characteristics also hold a primary influence on the performance of the employees by enhancing their satisfaction, commitment and work behaviors. Sokoya (2000) testified that job characteristics along with personal traits regulate the level of job satisfaction. Likewise, James and Tetrick (1986) established that job characteristics are the concrete motive for job satisfaction. Also, Adler (1991) reinforced that the employees with positive perceptions of skill variety, task significance, autonomy and feedback reported higher levels of satisfaction. Similarly, Bassey (2002) recognized that job characteristics are significant for motivating employees in the organization. Also, Judge, Erez and Bono (1998) reported in their study that job characteristics mediated the relationship between core self-evaluation and job satisfaction. Therefore, the hypothesis developed to test the variable under discussion is as follows:
Hypothesis 1: Job Characteristics hold significant influence on workforce emotions.
Prior research indicates the increasing trend of investigating the role of emotions in workplaces (Bolton, 2000; Hochschild, 1979 Hochschild, , 1983 , which has been shaped up as one of the major area of focus for management in 21 st century (Ashkanasy & Daus, 2002) . Emotions have been increasingly recognized as a natural part of the organizational life (Fisher & Ashkanasy, 2000) and work role (Gibson, 2006) influencing attitudes and behaviors of its members (Weiss & Cropanzano, 1996; Fisher, 1998; Cote & Morgan, 2002) .
Workforce emotions are well-taken into consideration as integral to the understanding of their attitudes and behaviors towards work and organization as a whole (Zerbe, Hartel, & Ashkanasy, 2006 ). Individual's emotions have been claimed as a strong predictor of his/her behaviors (Weiss & Cropanzano, 1996) . Lazarus (1991) specified that "when people are reacting to the emotions, coping with it becomes the priority which takes precedence over other behaviors" (Weiss & Cropanzano, 1996) . Several studies have confirmed the connection of employee's emotions with the customer services, leader-follower relations, work ethics, change management and so on (George, 1990; Fineman, 1993; Ashforth & Humphrey, 1995) . Similarly, Estrada, Isen, and Young (1994) identified that positive affect increases the level of intrinsic motivation; on the other hand, negative emotions result in low expectations and less-effective performance. Grandy, Tam, and Brauberger (2002) confirmed that negative emotions in response to work features may result in withdrawal behaviors ultimately www.ccsenet.org/ijbm International Journal of Business and Management Vol. 10, No. 8; 2015 235 leading to the higher intention of leaving the job.
The researchers have been progressively discovering the role of people's emotions in guiding the development of their attitudes and the behaviors at work (e.g. Ashkanasy, 2003; Weiss, 2002) . The study framework includes the assessment of the employees' attitudes (job satisfaction and organizational commitment) and behaviors (organizational citizenship and counterproductive work behavior) in response to the variety of emotions experienced due to the work features.
Work-Attitudes
Locke (1976, p. 1304) defined job satisfaction as "a pleasurable or positive emotional state resulting from the appraisal of one's job or job experiences". Brief and Weiss (2002, p. 284) stated, "relationships between negative and/or positive affectivity and job satisfaction now are commonplace in the literature". Most of the emotion-centric researches have supported strong association between one's emotional characteristics and job satisfaction (Watson & Slack, 1993) . Likewise, a comprehensive view of 27 articles by Connolly and Viswesvaran (2000) recognized that impact of positive and negative affectivity on satisfaction with job. Agho, Price, and Mueller (1992) reported in their study a significant positive correlation of positive affect and negative affect with job satisfaction (p = .01, and p = .01, respectively). Prior investigations confirmed that the individuals vary in their job satisfaction level based on their mood and emotional experiences (Fisher, 2002) . Based on the empirical evidences mentioned above, following hypothesis will be tested:
Hypothesis 2: Workforce emotions hold significant influence on job satisfaction.
Along with job satisfaction, organizational commitment (OC) is also held as a significant contributor to employee's performance at the workplace. OC is defined by Mowday and colleagues (1979) as "an identification with the goal's and values of the organization, a desire to belong to the organization and a willingness to display effort on behalf of the organization" (Michael, 1998, p. 319) . The type of commitment one has with the organization might be: normative, continuance, affective, identification or values-based, due to which he/she opts to keep working in the same workplace.
Rhoades, Eisenberger, and Armeli (2001) stated that job contextual factors like supervisor's support, performance assessment criteria and reward distribution, and perceived organizational justice specific to procedures play prominent part in developing employee's long-term commitment with the organization. The emotions felt due to organization's management and its policies lay foundation to employee's decision of maintaining the organizational membership. The prior findings support that emotional experiences in organizations create the solid link between workforce daily work experiences and their commitment to organization (Klinger, Barta, & Maxeiner, 1980; Klinger, 1977) . Li, Ahlstrom and Ashkanasy (2010) in their multi-level study confirmed the association between the feelings of guilt/determination and the commitment with workplace. Therefore, organizational commitment has been included as a determinant of performance to measure the influence of emotions on employees' affective commitment towards organization.
Hypothesis 3: Workforce emotions hold significant influence on organizational commitment.
Work-Behaviors
Employee's behavior influences directly on the organizational performance (Podsakoff & MacKenzie, 1997) . Organizational Citizenship Behavior (OCB) is described often as extra-role behavior (not included in the formal job responsibilities of the employee) benefitting other employees and organization (Van Dyne et al., 1995; Organ, 1988) . It serves as a behavioral cue of individual's commitment to organizational success (Podsakoff et al., 2009; p. 124) . Lee and Allen (2002) proposed that positive mood is central to organizational citizenship behaviors like giving constructive suggestions, protecting organization, spreading goodwill and developing own self. Forgas (1999) stated that "positive moods generate a more optimistic, cooperative, and confident approach to interpersonal tasks, while negative moods promote a more pessimistic, competitive, and antagonistic approach". George (1991) reported in his study on retail organizations that the sales personnel who experienced positive emotions at work were more spontaneous and helpful toward their co-workers. Likewise, Carlson, Charlin, and Miller (1988) asserted that positive emotions promote helping attitude towards others.
However, William and Anderson (1991) affirmed that OCB needs to be determined at two different levels, i.e., individual (OCB-I) and organizational (OCB-O). OCB-I strand measures the employee's behavior oriented towards other organizational members e.g. sharing the workload of others etc. OCB-O accounts the employee's behavior towards the organization, e.g., spreading goodwill. Therefore, the impact of employees' emotional experiences on their citizenship behavior-towards individuals as well as organization-was tested separately (see
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Hypothesis 4a: Workforce emotions hold significant influence on organizational citizenship behavior towards individuals (OCB-I). Hypothesis 4b: Workforce emotions hold significant influence on organizational citizenship behavior towards organization as a whole (OCB-O).
Contrary to OCB, counterproductive work behavior (CWB) is one of the biggest challenges confronted to the organizations (Chappell & Di Martino, 2006) . CWB refers to "volitional acts that harm or intends to harm organizations or people in organizations" (Yang & Diefendorff, 2009, p. 260) . They are wide-spread in the organization. The prior investigations have revealed that workforce negative emotions form the bases for the adoption of counterproductive behaviors (Spector & Fox, 2005) . Spector and colleagues (2006) reported in their study that the negative emotionality mediates-fully as well as partially-the correlation amid counterproductive behaviors and job stressors, fully as well as partially. Likewise, evidence from another study suggested that the negative emotions experienced in response to undesirable occurring hamper the interpersonal co-ordination as well as job performance (Bagozzi, 2003) .
Therefore, along with citizenship behavior, the study also assessed the impact of emotional experiences on counterproductive behaviors of employees. Robinson and Bennett (1995) suggested two different aspects of CWB i.e. interpersonal and organizational; where interpersonal level (CWB-I) strand determines the behaviors of an employee towards other organizational members e.g. spreading rumor; and organizational level (CWB-O) considers the behaviors of an employee towards the organization as a whole, e.g. wasting time by taking long breaks. The study took both the individual and the organizational level counterproductive behaviors into considerations and the hypotheses developed for testing are:
Hypothesis 5a: Workforce emotions hold significant influence on interpersonal counterproductive work behavior (CWB-I).

Hypothesis 5b: Workforce emotions hold significant influence on organizational counterproductive work behavior (CWB-O).
The theoretical framework delineating the causal relationship between the study variables (job characteristics, affective experiences and work-related outcomes) on the basis of prior knowledge and hypothesized model for testing these relationships are as under. 
Method
A survey was conducted to collect the data for testing the hypothesized relationships amongst the study variables.
The measures adopted, sample selection and data collection methods have been discussed below:
Measures
The items included in the questionnaire for measuring the influence on job characteristics on workforce emotions and its subsequent impact on job satisfaction, commitment to organization, organizational citizenship and counterproductive work behavior are as follows:
The five items used for measuring job characteristics construct were adapted from Lawrence (2001). The items were reworded to make them simple and easy to understand. The Likert-type scale used five points (1=Little, 3=Moderately, 5=Very Much) to objectively describe the job.
The discrete measures used to evaluate the affect experienced by employees in response to the job characteristics were 'positive', 'negative' and 'neutral'.
The three item scale was used to measure job satisfaction construct. The items were adapted from the 5 item scale used by . The items were measured on five points scale ranging from strongly disagree (1) to strongly agree (5).
The two items scale was used to assess the employees' affective and overall commitment with the organization due to the constraint of questionnaire length. They were measured on five point (1 'Strongly Dis Agree' to 5 'Strongly Agree') Likert-scale.
The scale originally developed by Lee and Allen (2002) was adapted for the measurement of two OCB dimensions. On 7-items scale, organizational citizenship behavior (OCB) was measured on two different dimensions i.e. behavior towards other individuals (OCB-I) and the organization (OCB-O) separately. Five point scale (Never=1, Sometimes=3, Always=5) was adopted.
6 items scale of five points (Never=1, Sometimes=3, Always=5) was used to measure counterproductive work behavior (CWB) from the two different dimensions of interpersonal (CWB-I) and organizational (CWB-O). 2 items, i.e., 'I had been nasty or rude to a client or customer' and 'I started or continued a damaging or harmful rumor at work' were adapted from Spector et al. (2006) .
Sample
Pakistan Employees from both public and private sector organizations were selected randomly using professional network (LinkedIn) for conducting survey by using self-administered questionnaire. Organizations performing in wide-set of industries, i.e. banks, electronic and print media, telecom sector, textile manufacturers, research organization, hotels, consumer goods manufacturers, financing companies, universities, automobiles and teaching hospitals, were included to confirm the diverse representation of workforce suitable for generalizing the results. Questionnaires were administered by hand and online amongst five hundred employees from wide-ranging business types working in the major two cities of Pakistan, i.e. Islamabad and Lahore. 
Data Collection
In total five hundred questionnaires were distributed amongst the public and private sector work force of Pakistan, both by hand as well as by using online service.
The personalized emails were sent to the employees with the information regarding the survey and the request was made for their participation in it. On the confirmation of participation from two hundred and sixty seven employees, the online questionnaire link was forwarded to one hundred and eighty five participants, along with the guidelines for the online filling of the questionnaire. Eighty two questionnaires were distributed by hand amongst the employees from organizations based in Islamabad.
The reminders were given on the regular interval of one week to resolve the queries (if any) of the respondents, facilitating the completion of the questionnaire. The average time consumed in the collection of filled questionnaires was three weeks.
The total responses received from the questionnaires, administered both by hand and online, were two hundred and fifteen with the average response rate of 80.5%. The high response rate can be attributed to the respondents' prior confirmation of participating in the survey. The respondent represented the workforce from thirty nine (39) different companies, giving a wide representation of workforce from two main business hubs in Pakistan.
The initial filtration of questionnaires with high missing values reduced the data size from 215 cases to 177. The data sets available for the analyses were entered using SPSS (Statistical Package for Social Science).
Results & Discussion
Prior to hypotheses testing, the validity and reliability checks were undertaken to confirm the error free measurement scales (section 4.1). Subsequently, descriptive analysis (section 4.2) was undertaken, leading to hypotheses testing and discussion of findings (section 4.3).
Validity and Reliability Checks
An exploratory factor analysis was conducted using principal component analysis with the help of IBM SPSS application to assess the factor structure and individual items validity (Costello & Osborne, 2005) . The results pertaining to all the constructs and corresponding items met the minimum threshold specified for meeting the quality criteria. The communalities of all the indicators remained high with values greater than 0.50. Next, Cronbach alpha was used for assessing scales reliability (Pallant, 2001 ). According to the guideline of Nunnally (1978) the Cronbach's alpha for the scale underlying test must be equal to or higher than 0.70 to pass the test of reliability. The alpha values of all the constructs met the reliability criteria of 0.70 except for organizational commitment scale, which remained low compared to minimum threshold but the most obvious reason was the less number of indicators for its measurement (to curtail the length of questionnaire). However, the questions measured the overall commitment level of the employees due to which the construct was kept for hypotheses testing. The overall validity and reliability test results confirmed the error free measurement models developed for the constructs. The results have not been included in the paper but available upon request.
Descriptive Analysis
The descriptive details of all the summed items were calculated for the descriptive analyses of the study variables and their sub dimensions (Table 1 ). The mean value of all the study variables (i.e. job satisfaction, job characteristics, organizational commitment, and organizational citizenship behaviors) was higher than 3.5 (5 range). However, the mean value of counterproductive work behaviors (I & O) was not higher than 1.78 with standard deviation = .727, depicting low tendency of the work force towards counterproductive work behaviors.
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Hypotheses Testing and Findings
The series of tests using linear regression method were performed to test the stated hypotheses (results given in table 3). A significant and positive relationship was found between the job characteristics and the affective states of the employees with r =.509 and p-value < 0.01. The task autonomy, skills variety and task significance dimensions of the job characteristics showed significant positive relationship with emotional experiences of employees with p-values = .000, .006 and .033 respectively (Table 2) . However, chance of working closely with others and job identity showed no significant impact on affective experiences of the workforce. Thus, hypothesis 1 accepted. The results showed a strong positive relationship between affective experiences and job satisfaction with r=.208 and p-value <0.01; validating hypothesis 2.
The employees affective experiences due to job characteristics demonstrated no relationship with organizational commitment of the employees with r=. 074 and p-value=.325 ; thus, rejecting hypothesis 3.
Likewise, the affective experiences of employees showed no significant relationship with organizational citizenship behavior w.r.t. individual as well as organization as a whole (with r=.024 and .115 and p-value= .754 and .129 respectively). Therefore, hypothesis 4a and 4b were rejected.
Similarly, employees' emotions experienced due to job characteristics showed no significant relationship with their counterproductive work behaviors i.e. interpersonal as well as organization specific. The values of r and p found for the individual and organizational specific counterproductive work behaviors were .029 and .091 and .699 and .226 respectively. Thus, hypothesis 5a and 5b were rejected as well.
www.ccsenet.org/ijbm
International Journal of Business and Management Vol. 10, No. 8; 2015 240 The study identified a significant and positive relationship between job characteristics and affective experiences of the employees (p=.000). Specifically, the work features like autonomy to take decisions on their own related to their task accomplishments instead of coursing back to manager generated positive emotions amongst the employees (p=.000). Likewise, people experienced positive emotions by using the variety of their skills for performing daily tasks (p=.006). Similarly, when employees perceived their tasks as important piece of work, they felt positive emotions (p=.03). The positive relationship of job autonomy and task significance with positive emotions supported the results of the study conducted by Saavedra and Kwun (2000) . However, the findings did not suggest the influence of task identity and working closely with the people on the affective experiences of the employees.
The findings supported the prior research by recognizing the positive significant relationship between job characteristics and employees' satisfaction towards job (p=.006). The people who are given chance to perform significant tasks using variety of skills and take decisions on their own for its accomplishment tend to have higher level of job satisfaction.
However, against the study expectations no influence of employees' affective experiences was found on employees' overall commitment to organization. Likewise, emotions also showed no impact on employees' citizenship and counterproductive work behaviors, towards individuals as well as the organization as a whole. The unexpected study outcomes may be attributed to high rate of unemployment in Pakistan, due to which prefer to stay within the organization based on continuance commitment. Also, the tendency of fewer counterproductive behaviors and more citizenship behaviors may be due to high explicit control measures opted by the firms in Pakistan corporate sector. However, these areas further need to be investigated by future researchers to assess why negative emotional experiences at Pakistani workplaces did not influence on the commitment, citizenship and withdrawal behaviors of the employees.
Conclusion
Job Characteristics Model (JCM) by Hackman and Oldham was adopted by the researcher for determining the features of the work allocated to the employees and its effect on their emotions was measured on a classical scale of positive, negative and neutral. The workforce attitudes and behaviors were measured in terms of their: organizational commitment, job satisfaction, counterproductive and citizenship behaviors.
The findings confirmed the positive relationship between job characteristics and workforce emotions. Autonomy given, variety of skills used and the significance of task assigned to the employees had a significant influence on their affective experiences. Likewise, the subsequent influence of these affective experiences was found positive only with respect to the level of employees' satisfaction with the job. Nevertheless, the study findings did not confirm the influence of negative or positive emotional experiences of employees on their citizenship and withdrawal behaviors, which was against the expectations of study hypotheses. However, job satisfaction may have strong impact on work performance, making it crucial for the management to design the work in such a way which could facilitate the autonomy to take decisions related to responsibility assigned along with the chance of utilizing the optimum skills held by them and must be perceived as significant as well, in order, to increase the level of performance.
The study is however, subject to some limitations. The findings of the study confirming no effect of employees' emotional experiences on employees' organizational commitment, their citizenship and counterproductive work behavior cannot be generalized at the global level due to the high unemployment rate in Pakistan with fewer options for switching jobs. Another limitation is that though job characteristics model is used frequently for www.ccsenet.org/ijbm
International Journal of Business and Management Vol. 10, No. 8; determining the work features, however, it may not be claimed that these five factors completely determine the characteristics on the assigned job. Instead, there might be several other factors which have not been taken into consideration in this study. This gap needs to be filled by future studies.
Despite the stated limitations, the study contributed to the literature being the pioneer study in giving a holistic view of the effect of job characteristics on workforce emotions and their emotional reactions in the form of their attitudes and behaviors within the public and private organizations of the developing country with several economic issues. It is hoped that this research will contribute to the understanding of affective work features of academicians as well as researchers.
